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Abstract  
 The generational shift from Millennials to Generation Z (Gen Z) is perhaps the most critical 
generational shift for modern day municipalities. While Generation Y, Millennials, and the 
generations before them continue to play a key role in the direction and success of local 
government organizations. It is important to analyze the trends of the incoming generation of 
workers to ensure long-term success and prosperity. This research report revolves around the 
research question, “How can Ontario municipalities improve their recruitment strategies to attract 
Generation Z workers?”  
 Ontario municipalities must recognize the values of Gen Z’s and reconfigure their external 
recruitment practices to better align with the generation’s values. Traditional recruitment practices 
being used by Ontario municipalities limit the number of potential candidates in Generation Z who 
will act and apply to the job opening. A brief overview of the study of recruitment is completed to 
outline the different elements, and legal obligation Ontario municipalities must consider.  
Through an analysis of the current literature available on the topic, this study recommends 
several suggestions for Ontario municipalities to consider adopting in order to recruit Gen Z 
workers. In addition, three case studies for different levels of local government organizations were 
completed to review their recruitment and hiring procedures.  
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Introduction 
The current workforce in North America contains four different generations for the first 
time in modern history and includes Baby Boomers, Generation X, Millennials and Generation Z  
(Weikle, 2019). Generations are defined by Cambridge English Dictionary as, the experience and 
events that all people of about the same age within a society or within a particular family. The 
oldest generation of the workforce are the Baby Boomers which are those born between 1946 and 
1965 according to Statistics Canada (2018). Following the Baby Boomers, comes Generation X 
who are the generation born between 1966 and 1981 (Statistics Canada, 2018). The largest age 
portion of the current workforce is the Millennial generation born between 1982 to 1992 (Statistics 
Canada, 2019). The newest entrants into the workforce are Generation Z, or ‘Gen Z’ who are born 
between 1993 and 2011 (Statistics Canada, 2018). The focus of this research paper will be on the 
youngest generation of the current workforce, Generation Z.  
In North America, Baby Boomers are exiting the workforce in large numbers and creating 
a shortage of skilled workers (Ng, Lyons, & Schweitzer, 2012). As time goes on, Baby Boomers 
and Generation X are reaching the end of their careers creating space in the workforce for the 
newest post-secondary graduates, Gen Z. The current population of Gen Z is approximately 9 
million across Canada, and nearly 3.8 million in Ontario (Statistics Canada, n.d.). In 2020, it is 
estimated that Gen Z’s would comprise roughly 20% of Canada’s workforce. With much of the 
workforce being Millennials at this instance, it is time to prepare for the next generation of workers. 
In 2018 in Canada, public administration employed 969,000 workers with 38% of those workers 
being in Ontario according to the Canadian Occupational Projection System (COPS) . Local, 
municipal, and regional administration made up 34% of employment in the industry, and the 
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average employment growth by industry significantly lagged that of private industry.  According 
to data collected by Statistics Canada, the industry of public administration in Ontario is seeing a 
decline in employment growth rates. The occupational data collected by COPS sees only one 
hundred ‘school leavers’ pursuing management positions in public administration. This projection 
shows that Gen Z, as they depart post-secondary or post-graduate education, are not pursuing a 
career in local government. With the size, influence, and potential of Generation Z local 
government organizations in Ontario would make a grave error ignoring their values and not 
updating their recruitment strategies to attract this generational cohort.  
This research paper will explore how Ontario municipalities can improve their recruitment 
strategies to attract Gen Z workers. The focus is set on Ontario municipalities, to ensure that 
recommendations comply with recruitment legal obligations in the province, including the Ontario 
Human Rights Code, and Employment Equity Act.  By having a better understanding of the 
generational shift, what influenced Gen Z’s characteristics as well as the values and behaviours 
they have will better allow local municipalities in Ontario to prepare for this incoming generation 
of worker.  To recruit top young talent, organizations cannot treat them like the generations that 
came before them. It would be a costly error to ignore the potential value of Gen Z’s in the local 
government setting. Many researchers have said that it will be “the greatest generational shift the 
workplace has ever seen before” (Tulgan, 2013).  Gen Z is a diverse generation and public sector 
managers need to identify the values of Gen Z and craft strategies to recruit this new generation of 
employees.  
It may seem that organizations are just experiencing the aftershock from the changes 
implemented to accommodate Millennials and now it’s time to examine the differences and 
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changes the next generation brings.  To attract top talent to municipalities it is important to use 
recruitment strategies which will target the core values of Gen Z’s. Recruitment is just the start of 
the changes that will occur as more Gen Z workers join Ontario local government organizations. 
Further research will need to be completed to understand the workplace culture and changes that 
will help organizations retain this generation of workers. The first step is to gain interest in the 
field of public administration at a local, municipal, or regional level by adapting recruitment 
practices to appeal to Gen Z’s values, expectations, and desires.   
Chapter 1: Methodology  
The research methodology chosen is a qualitative case study which “helps in exploration 
of a phenomenon within some particular context through various data sources, and it undertakes 
the exploration through variety of lenses in order to reveal multiple facets of the phenomenon 
(Baster & Jack, 2008). The spectacle being observed is the recruitment of  Generation Z workers 
within the context of Ontario local government organizations. The data source, case studies were 
chosen to reflect a variety of levels of local government organizations in Ontario, and size. Size 
based off of not only population, but land area. The case study method supports gaining a better 
understanding on the current practices and procedures for recruitment that are being used in local 
government organizations. Additionally a component of the case study selection was the 
availability of resources online through their website. The research design selected for this paper 
utilizes a unit of analysis of Generation Z employees, in Ontario municipal government offices. 
This generation was chosen to be examined as they are the next large generation to enter the 
workplace. Generational shifts cause changes and tension in the workplace. In order to be 
prepared to attract Gen Z workers it is important to understand more about them.  
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The type of research completed was qualitative, which is appropriate as the research aims 
to produce contextual real-world knowledge about the behaviors, social structures, and shared 
beliefs of a specific group of people, Generation Z (Baxter & Jack, 2008). Qualitative 
information sources were used in the literature review to collect information on the subject 
matter. The qualitative sources include, research articles, academic material, consultant firm 
public reports and books. Information was collected through key word searches to include 
research that included key words such as, career, Generation Z, professional abilities, 
generational shifts, and work values. This choice of sources and methods allowed the researcher 
to collect information to develop a roadmap of how Gen Z’s think and act that will impact their 
recruitment. Later applying them to how local government offices functions, to adapt for the 
generational shift of Gen Z workers arrival. Operationalization of the research question involved 
identifying the variables, which are Ontario municipalities as the institutional variable and the 
individual variable age is the generational cohort of Gen Z’s born between1993 and 2011 
(Statistics Canada, 2018). This research takes an interpretivist approach, using qualitative 
sources to explore and describe the research subject. The research design is inductive in nature, 
deriving theoretical constructs from empirical research data (Van Hiel, 2014, p.179). The 
research aim is design, after examining the existing database of knowledge on Gen Z workers 
recommendations will be provided on how to improve the recruitment of Gen Z workers to local 
government offices. 
The chosen research methodology had limitations which impacted the research. The 
primary limitation in the literature review is the incomplete information currently available about 
Generation Z in the workforce, more specifically in local government organizations. This could 
be caused by the limited amount of time that Generation Z has been in the workforce. One 
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assumption made is that the values of Generation Z populations in Europe, America, and Canada 
are the same as those in Ontario. Lastly, the number of Ontario local government organizations 
which have their recruitment or hiring policies available for the public did limit the number of 
case study options. These limitations and assumptions may limit the feasibility and effectiveness 
of this research, but can be used as a stepping stone for further research when more information 
becomes available. 
Chapter 2: Literature Review 
 The objective of this literature review is examine Gen Z, generational shifts, influential 
factors on Gen Z’s, workplace values of Gen Z’s, and the impacts on the workplace found through 
literature. Although there is much debate over the definition of Gen Z in the literature, for the 
purposes of this research paper, the definition of Generation Z used is Statistics Canada definition 
of individuals born between 1993 and 2011. The general findings from the research revolve around 
the importance of acknowledging generational shifts in the workplace. As well as agreement on 
the most influential factors that contribute to the makeup of Gen Z’s; technology, 9-11 terrorist 
attacks, globalization, and The Great Recession (Andino, 2019; Chillakuri, 2020; Davis, 2016; 
Dill, 2016; Dolot, 2018; and Mawhinney, 2019). These factors contributed to the generation’s 
values of self-reliance, competitiveness, realistic attitudes, and socialism (Spillman, 2018). 
Workplace ideals that stem from those values include a need for work-life balance, job stability, 
technological sophistication, and corporate social responsibility (Bencsik, 2016; Chillakuri, 2020; 
Davis, 2016; Dill, 2016; Finch 2015; Iorgulescu, 2016; Mawhinney, 2019; Scroth, 2019; Spillman, 
2019). 
Generation Z: In the Labour Force  
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Labour force is defined by Statistic Canada as both employed persons and unemployed 
persons who “are available for work and are actively seeking work. Together the unemployed 
and the employed constitute the labour force” (2008). The current population of Generation Z in 
Ontario is nearly 3.8 million, with approximately 2 million at an age to enter the workforce 
(Statistics Canada, 2020). Ontario has a total labour force of 7.9 million, due to the proportion of 
Gen Z workers and the increase in the coming years it is time to take notice of the skills, values, 
and qualities of Generation Z (Statistics Canada, 2021). Further examination of the Labour force 
characteristics by province and industry, as published by Statistics Canada, 2021, outline current 
trends that show the labour force flocking to services-producing sectors such as, retail trade, 
transportation and warehousing, information and cultural industries and accommodation and 
food services. This includes other services as well, but does not include public administration 
(Statistics Canada, 2015).  Gen Z is on track to be the best-educated generation yet, with the 
most popular majors being sciences and psychology (Parker & Igielink, 2020). With the current 
trends projecting Gen Z’s large contribution to the Canadian and Ontario labour force it is time 
for Ontario municipalities to gain a better understanding of the generation and what it desires.  
Generational Shift 
“The workplace you and we inhabit today is awash with the conflicting voices and views 
of the most age‐ and value‐diverse workforce this country has known since our great‐great‐
grandparents abandoned field and farm for factory and office” (Zemke, Raines, and Filipczak, 
2000, p. 9). Generations are defined by Cambridge English Dictionary as, the experience and 
events that all people of about the same age within a society or within a particular family. As a 
new generational cohort of workers erupt into the workforce, they impact the organization in many 
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ways. A generational cohort refers to an “identifiable group that shares birth years, age location, 
and significant life events at critical developmental stages" (Kupperschmidt, 2000, p. 66).  The life 
events that occur within critical development stages “influences that impact on the development 
of personality, values, beliefs and expectations that, once formed, are stable into adulthood” 
(Macky et al. 2008). The next influx of workers to the workforce will be Gen Z’s and “the impact 
of their entry will be swift and profound, its effects rippling through the workplace, retail 
consumption and technology, as well as in politics and culture” (Mawhinney, 2019).  Through 
research it can be identified what impact Generation Z will have on the workplace. 
“No generation is better, worse, right or wrong... they are just different” (Stillman, 2018, 
p. 12).  With the next big generational shift from Millennials to Gen Z on the horizon it is important 
to distinguish the differences between the two. Kupperschmidt (2000), suggests that understanding 
these generational differences may be a tool that managers can use to create more employee 
productivity, innovation, and corporate citizenship. “Radically different than Millennials, this 
generation has an entirely unique perspective on careers and how to define success in life and in 
the workforce” (Mawhinney, 2019). It is valuable to examine the difference between the two, 
because from a wide lens they may look very similar however, they are not.   
“Where Millennials’ experienced a time of prosperity and opportunity during their teen years, 
Generation Z has grown up in a time of recession, terrorism, violence, volatility, chaos, and 
uncertainty, to name a few” (Stillman, 2018, p.134). The members of Gen Z are more racially and 
ethnically diverse than any previous generation, and they are on track to be the most well-educated 
generation yet (Fry & Parker, 2018).  The differences between Millennials and Generation Z are 
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important to consider because they may be close in age, but they have differences that must be 
acknowledged. 
Influential Factors on Gen Z  
 “To truly understand this new generational cohort and what their entry into the workplace 
will mean, employers first need to appreciate the environment in which they came of age and 
forces that shaped their outlook” (Mawhinney, 2019). Kupperschmidt (2000) states that 
generational cohorts are different because of the various significant life events which occurred at 
critical developmental stages.  Another view proposed, is that “different formative experiences 
(such as world events and technological, economic, and social shifts) interact with the life cycle 
and aging process to shape people’s views of the world” (Dimock, 2019). There are key formative 
experiences and significant life events that researchers place emphasis on for their impact on Gen 
Z, these include technology, 9-11 terrorist attacks, globalization, and The Great Recession 
(Andino, 2019; Chillakuri, 2020; Davis, 2016; Dill, 2016; Dolot, 2018; and Mawhinney, 2019).  
These factors were significant in the development of Generation Z because of the impact they had 
on their personality, values, beliefs, and expectations (Macky et al. 2008).  While there are other 
occurrences that may have shaped individuals within the generation, these significant social and 
economic events impacted the whole generation.  
 During research, technology was mentioned to have a colossal impact on Gen Z’s 
development (Baldonado, 2018; Bencsik, 2016; Chillakuri, 2020; Dill, 2016; Iorgulescu, 2016; 
Mawhinney, 2019 and Stillman, 2018).  “Generation Z stands out from other generations in at least 
one aspect that these cohorts have never seen the world without the Internet” (Chillakuri, 2020).  
Gen Z’s have never known a world without the world wide web accessible at their fingertips. Being 
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born into a world of technology makes them “digital natives” (Chillakuri 2020 and Dill 2016). By 
definition this means “they are very comfortable in collecting the information and integrating 
virtual and offline experiences” (Francis and Hoefel, 2018 as cited in Chillakuri, 2020).  Stillman 
(2018) also mentioned that for Gen Z every physical aspect, including both people and places has 
a digital equivalent in this digital era (p.13).  Generation Z is also known as C Generation, “this 
expression comes from: "connected", as its representatives are "connected to the internet"; 
"computerized"; "communicating"; "content-centric"; "community-oriented", "changing" (Dolot, 
2018).  Moving on from traditional forms of communication, for Gen Z “social networking sites 
such as Facebook and Twitter are one of the most commonly used forms of communication for 
this newest generation” (Kick, Contacos-Sawyer & Thomas, 2015 as cited by Baldonado, 2018).  
Gen Z has grown up with technology, and the past decades brought the ubiquity of email, 
YouTube, social networks, tablets, and smart phones and changing the ways Americans interact 
(Philip & Garcia, 2013). Technology has been in the hands of Gen Z’s since childhood and will 
continue to be a large part of their influence and development.  
The climate in which Gen Z was raised contributes to the differences it has from previous 
generations. The September 11, 2001, terrorist attacks, and growing up in a world where terrorism 
is a part of everyday life impacted Generation Z immensely (Baldonado, 2018; Davis, 2016; 
Mawhinney, 2019; Stillman, 2018). Gen Z was exposed to more media coverage on mass shootings 
and terrorist attacks than any other which came before them (McEvoy et. al. 2020).  At a young 
age Gen Z’s were being raised in a world of uncertainty and chaos, creating a generation of 
worriers (Dill 2016 and Stillman, 2018).  Generations before Gen Z’s did not learn lockdown drills 
for school shootings when they were in high school, but only for natural disasters such as fires and 
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tornados (Stillman, 2018).  The war on terrorism continues strong, however the media coverage 
and reality of terrorist attacks impacted Generation Z’s childhood and development.   
The Great Recession in 2008, saw the housing bubble burst and employment, GDP and the 
stock market plummeted for the longest period since World War II (Sraders, 2019).  The economic 
recession impacted Generation Z during a pivotal time in their development (Andino, 2019; 
Chillakuri, 2020; Davis, 2016; Dill, 2016; Dolot, 2018; and Mawhinney, 2019).  “The state of the 
economy will definitely have an impact on any generation’s outlook on the world. For Gen Z, this 
is one of our biggest influences” (Stillman, 2018, p.58).  Being raised by Generation X meant that 
Gen Z’s overheard conversations about job losses, home foreclosures and which local companies 
were closing their doors for good (Davis, 2016; Dill, 2016; and Stillman 2018).  Generation X, as 
parents, did not shelter their children from the realities of recession, rather they instilled values in 
their children to ensure they were thinking far enough in the future. The Great Recession triggered 
the elimination of the middle class, and this generation was “led to believe that opportunities are a 
lot tougher to come by and that staying afloat will be a challenge, never mind making the big 
bucks” (Stillman, 2018, p. 59). These life lessons were carried forward and impacted Gen Z’s 
career and life aspirations greatly.  
 Gen Z has often been labelled as a ‘global generation’ (Bencsik, 2016; Dill, 2016; 
Iorgulescu, 2016 and Mawhinney, 2019). Mawhinney (2019) notes that they are the most 
ethnically and racially diverse generation in history.  According to Oxford University Press (n.d.) 
globalization is “the increasing worldwide integration of economic, cultural, political, religious, 
and social systems.” With the ability to connect globally, “generational shifts could come to play 
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a more important role in setting behavior than socioeconomic differences do” (Francis & Hoefel, 
2018).  Diversity and globalization have both impacted Generation Z greatly.  
Values of Gen Z’s  
After examining the events and formative experiences that contributed to the 
development of Generation Z researchers begin to dissect the values these events instilled on the 
generation. The common core values that Generation Z inhibits are independent, socially 
responsible, and realistic (Baldonado, 2018; Bencsik,2016; Chillakuri, 2020; Davis, 2016; 
Iorgulescu, 2016; Mawhinney, 2019; and Stillman, 2018).  These values developed as a result of 
the significant life events, such as 9-11 and The Great Recession. In addition to the formative 
experiences of the advancement of social and technological shifts (Dimock, 2019). Consideration 
of these values that Gen Z’s possess is a steppingstone to understanding what impacts the 
generational cohort arrival will bring to the workplace.  
 Generation Z has been described as independent by many researchers (Bencsik, 2016; 
Chillakuri, 2020; Mawhinney, 2019; and Stillman, 2018).  The generation “is fiercely 
independent and will collide head-on with so many of the collaborative cultures the Millennials 
have fought for” (Stillman, 2018, p.15). Even as youth, Gen Z’ are “independent - they are 
confident and do not rely much on the parents” (Chillakuri, 2020). “Gen Z is an independent, 
entrepreneurial generation yet it differs from Millennials, whose career development paths 
seemed to be directed toward start-ups and early-stage companies (Mawhinney, 2019).  Gen Z’s 
independent values have implications on the work environments that generations before them 
have developed.  
 Social responsibility is important to Generation Z, and this value stems from the societal 
shifts in their development (Chillakuri, 2020; Davis, 2016; Dill, 2016; Mawhinney, 2019; and 
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Stillman, 2018). The impact they have on society and the world around them is a value that 
impacts their decisions.  Mawhinney (2019), mentions “the core values of the generation are 
reflected in their prioritizing social activism more than previous generations.”  Stillman (2018), 
refers to them as ‘weconomists’ who focus on a shared economy that will leverage the power of 
‘we’ in their role as philanthropists (p.15).  The desire to be socially responsible, and the longing 
to be part of something bigger than themselves is a value Generation Z reflects daily.  
 Realistic, rising from a recession and disappearing middle class, Generation Z was 
prepared for the harsh realities of the real-world, knowing full well they would need to work 
hard to be successful (Iorgulescu, 2016; Mawhinney, 2019; Tulgan, 2013; and Stillman, 2018). 
Being a realistic generation is a value they share with the Baby Boomer generation (Davis, 
2016). Gen Z’s “are reported to be more realistic in terms of demands and expectations at the 
workplace than their forerunners” (Tulgan, 2013). “Gen Zers, with vast amounts of information 
at their disposal, are more pragmatic and analytical about their decisions than members of 
previous generations were” (Francis & Hoefel, 2018).  Finch (2015) stated the following about 
Gen Z’s, “the majority are risk-averse, practical, and pragmatic.” More realists than dreamers, 
Gen Z’s are hardworking and dedicated. 
Impacts on the Workplace  
“To succeed, organizations should consider “zooming out” and imagining the possibilities 
so they can compose the work, the workforce and the workplace in a way that increases value and 
meaning” (Mawhinney, 2019). Much of the data used in this next segment are provided by “the 
Institute for Corporate Productivity (i4cp) partnered with generational expert and author David 
Stillman” (Davis, 2016). David Stillman, used this data “to get a handle on Gen Z’s dominate 
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personality traits, the students developed a peer survey that garnered results from over 600 Gen 
Zers (Davis, 2016).” In the introduction of his book ‘Gen Z @ Work’ Stillman (2018) states, “the 
national surveys proved that Gen Z was not at all like the Millennials” (p.11).  “NEW surveyed 
more than 6,000 individuals across several demographics including generation, race, gender, 
income, education and location. Of the total respondents, 1,531 were considered Generation Z.” 
(Mawhinney, 2018) Additionally researchers collected data through surveys, census data and more 
sources to provide compelling fact driven information on Gen Z.  
Gen Z’s value on independence and its implications on the workforce, will impact 
organizations. Stillman (2018) referred to the generational cohort as ‘do it yourself’ type 
personalities (p.15). 71% of Gen Z’s believe that if you want something done right, then you should 
do it yourself (Stillman, 2018).  Chillakuri (2020) adds, “they like to take up challenging work, as 
they are self-confident, self-directed, and reliant on self-learning.” There is much debate over 
whether Gen Z prefers team based work, or independent work. “Gen Z prefers individual tasks 
over team-based activities however they will value physical connection. They prefer independence 
but not isolation” (Mawhinney, 2019). Iorgulescu (2016), Bencsik (2016) and later Chillakuri 
(2020) agree with the preference for independent work. However, Andino (2019), believes 
Generation Z enjoys collaborating with teammates in the workplace.  Gen Z’s independence also 
transfers to their learning and developing in the workplace. This group “proactively seeks out 
learning opportunities to enhance skills and prefers to learn independently via online platforms, 
such as online tutorials” (Mawhinney, 2019).  Chillakuri (2020) brings forward the point that, 
“they want to be independent yet collaborative when required, and as digital natives, they know 
how to connect with colleagues seamlessly” (Chillakuri, 2020). Teamwork and collaborative 
projects may be an area that workplaces need to adjust for the incoming generational cohort.  
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The value of social responsibility that Gen Z inhibits, links to organizations’ corporate social 
responsibility, or social accountability. 93% of Gen Z’s say that a company’s impact on society 
affects their decision to work there (Stillman, 2018, p. 15). Mawhinney (2019), found 77% of 
respondents saying that it is important working at organizations whose values align with their own. 
“To win the hearts of Gen Z, companies and employers will need to highlight their efforts to be 
good global citizens.” (Mawhinney, 2019). Both Bencsik (2016) and Davis (2016) agree on the 
importance of the organization’s impact on society. Organizations need to be concerned with their 
social accountability in order to recruit Generation Z employees.  
More realists than dreamers, Gen Z’s are hardworking and dedicated. Their realistic values 
transpire to the work environment right from being realistic about their career aspirations and 
salary (Iorgulescu, 2016). Realistic often translates to anxiety and worry. This is why job stability 
and opportunity for growth are workplace values that Generation Z places emphasis on (Chillakuri, 
2020; Davis, 2016; Dill,2016; Iorgulescu, 2016; and Mawhinney, 2019). “Gen Z desires diverse 
and entrepreneurial opportunities with the safety of stable employment and will remain loyal to a 
company if they can offer this” (Mawhinney, 2019). Research found that 89 percent of this 
generation believe it is important to have a job that is secure while 85 percent state that they are 
looking for a job they can stay at for a long time (Kovarsky, 2017). It is also important for 
workplaces to address mental health and put focus on fostering autonomy within all levels of the 
workforce to show trust and support (Scroth, 2019).  A big factor in mental health is the work-life 
balance and flexibility an organization can offer its employees. This is another important factor to 
Gen Z’s (Bencsik,2016; Chillakuri, 2020; and Finch 2015). The realistic values of Generation Z 
provide new workplace values that organizations can work towards achieving upon the arrival of 
the generation to their workplace. 
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A number of other workplace values are worth noting. Growing up with technology at their 
fingertips, “91% of Gen Z say that a company’s technological sophistication would impact their 
decision to work there” (Spillman, 2019, p.13). Due to the world of technology and instantaneous 
results from search engines, Generation Z has become accustomed to instant feedback and prefer 
that at work as well (Chillakuri, 2020 and Iorgulescu, 2016).   Also with technology, Generation 
Z has lost touch with some of the soft skills and interpersonal communication skills (Chillakuri, 
2020). Furthermore, Gen Z’s place a high importance on diversity, equity, and inclusion to their 
places of employment (Scroth, 2019). Generation Z is driven and motivated to succeed, “72% said 
they are competitive with people doing the same job” (Spillman, 2018, p.16).  There is still much 
to learn about the values that Generation Z prize the most in organization, but literature has broken 
the ground on the development of these theories.  
While the impacts on the workplace are applicable to Ontario municipalities, additional 
research was sought specifically in this context. Minimal research has been completed on the 
impact of Gen Z on the local government sector. One piece by Darcy Michaud in Municipal World 
(2019) analyzed the responses of Gen Z to ‘Canada’s Most Attractive Employers’ survey, as well 
as other data and presented the findings as they apply to municipal government. The research 
question proposed is ‘What is its public sector organizations are doing, or not doing rather, that is 
causing young, educated potential employees to look elsewhere?’ Through analysis of the survey 
results and other data Michaud concluded that Gen Z care more about diversity and inclusion than 
high earnings. Job security ranked at the top of the list for important factors. Gen Z will be loyal 
to an organization that allows them to develop and grow a career.  Work-life balance is also 
important to the younger generations.  Michaud (2019) suggests, municipal employers, unions and 
employee groups be creative, adaptive, and flexible in order to provide cost savings without 
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sacrificing talent. Michaud concluded with recommendations for local government to recruit top 
young talent, including in-person recruiting, connecting with students early and broadening 
horizons to more educational backgrounds.  
Chapter 3: Recruitment 
In order to understand how local government organizations in Ontario can attract Gen Z 
employees to their organizations, it is necessary to understand the study of recruitment. Regardless 
of the sector, it is generally accepted that an employer's success is closely tied to the type of 
individuals it employs (Dineen & Soltis 2011 as cited in Breaugh, 2013). In any sector or 
organization “people are the most important asset” (Barney and Wright, 1998). “The people make 
the place” (Schneider, 1987). For local government organizations who provide essential services 
to their communities and population it is essential to understand the value of human capital. 
Employee recruitment is essential to the success of an organization. With Gen Z entering a 
jobseekers’ market with record low unemployment levels, employers are placing higher emphasis 
on the attraction and hiring of top talent. (Sunderberg, 2014). Recruitment can be a function of an 
organisation’s in-house Human Resources (HR), or it can be subcontracted through an external 
source (Sills, 2014).  
  For the purpose of this research, the focus will be placed on external recruitment, which is 
the process of searching outside of the current employee pool to fill open positions in an 
organization (Acikgoz, 2019).  When looking outside the organization to fill vacant positions the 
exercise becomes more of a marketing function as the organization needs to promote both itself 
and the employment opportunities to attract potential candidates (SHRM, 2021). The recruitment 
process begins with a vacant position and encompasses many steps up until the hiring of an 
employee to fill such vacancy.  The recruitment process includes, 
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“employer's actions that are intended to (1) bring a job opening to the attention of 
potential job candidates who do not currently work for the organization, (2) influence 
whether these individuals apply for the opening, (3) affect whether they maintain interest 
in the position until a job offer is extended” (Breaugh 2008). 
The recruitment process still functions as one of the key components to ensuring the presence of a 
high performing and productive workforce (Breaugh, 2013 and Llorens, 2011). 
Recruitment Fundamentals 
 When a position becomes vacant, the first thought might be to get the job advertisement 
ready as soon as possible. Obviously, it is important to fill the position in a timely manner, however 
it is important to craft a recruitment strategy which will attract the best possible candidates for the 
position. Before preparing the job, advertisement and choosing the appropriate mediums it is 
important to conduct a job analysis of the vacant position. A job analysis is the collection of 
information describing verifiable job behaviours and activities (Harvey, 1991). “Not only are there 
legal reasons for job analysis but there are also important management considerations as well” 
(Clifford, 1994). There are numerous different approaches that can be taken to collect the job 
behaviours and activities through job analysis. Function Job Analysis, Task Inventories, Job 
Information Matrix System, Position Analysis Questionnaires, and more are all job analysis 
techniques (Clifford, 1994 and Harvey, 1991). Different techniques are used in different fields; 
however, it is important to complete a high-quality review of the work, activities, tasks, products, 
services, or processes performed by or produced by a position (Clifford, 1994). A high-quality 
review sets up the job description, and proper communication of the reality of what job-related 
activities are performed by a position. Recruitment procedures can be adapted to reflect these high-
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level skills with a link back to the critical tasks included in the job analysis (Clifford, 1994 and 
Rodriquez et al. 2002).  
Using the new job analysis, re-create the job description to accurately reflect the current 
responsibilities and duties of the position.  A “job description represents the title of the job, duties, 
responsibilities, requirements, and summary statements. Organizational relationship of given 
position, qualification requirement to do the task, physical demand, and condition of employment 
(Baldwin et al., 2007 as cited in Tahsildari & Shahnaei, 2015).  “A good job description should be 
broad enough to allow for the occasional duties as well as for those which are routine and should 
also be broad enough to allow for flexibility in the program” (Mursell, 1959). Job descriptions can 
take on many forms, however most job descriptions contain the same general elements. Generally, 
a job description contains the following components, job title, job purpose, job duties and 
responsibilities, required qualifications, preferred qualifications, and working conditions (Wright 
State University, n.d.). Job descriptions can be competency-based, results-based, performance-
based, or skills-based (Echdar et al., 2020).  The type of job description used often reflects on the 
nature of the job itself, for example competency-based job descriptions are based off the 
knowledge, skills, abilities, personal characteristics that would differentiate superior performance 
from average (Northwestern University, n.d.). A competency used in the job description could be 
analysing, deciding, taking initiative or problem solving. These are used in many positions and 
cannot easily be displayed on a resume. When writing job descriptions, it important to keep in 
mind the provincial and federal legislation that govern employment, recruitment and hiring 
practices. Job descriptions are a key aspect in attracting the right candidates to positions in 
organizations.  
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Following this process, HR staff should prepare the job advertisement and recruitment 
strategy. This is important to ensure that it is within departmental budget for recruitment and is 
crafted in a way which will attract the ideal candidates (Agocs & Burr, 1996). This should be 
completed by human resources professionals to ensure that the strategy will meet the needs of the 
organization and will comply with all provincial and federal legislation. A foundation in rigorous 
job analysis, well-crafted job descriptions, and compliance with applicable laws, especially equal 
opportunity laws set organizations up for a successful recruitment process (SHRM, 2021). A well-
planned recruitment strategy also enables the organization to target the ideal candidate for the 
position by forming it around the values of the individual they wish to hire (Recruitment Strategies, 
2016). Recruitment fundamentals can be used to attract external candidates, such as Gen Z to local 
government organizations by playing to their values, and workplace preferences.  
 
Traditional Recruitment  
Bringing a job opening at your organization to the attention of external candidates can take 
on many forms. Traditional and electronic mediums are often used to attract job candidates to 
vacant positions.  Anna Holm’s (2012) created a sequential process for traditional recruitment with 
tasks, subtasks, and activities.  The four tasks identified were to identify applicants, attract 
applicants, process incoming applications, and lastly communicate with applicants (Holm, 2012). 
Activities in the traditional recruitment process include, identifying the segment of the labour 
market to look for qualified applicants, selecting recruitment source, preparing, and placing job 
ads and sorting incoming paper-based applications. (Holm, 2012). The traditional recruitment 
sources include newspaper ads, TV and radio spots, and professional magazines to advertise for 
vacant positions (Draguusha et al., 2019, Holm, 2012 and Mills, 2014). In traditional recruitment 
paper is still important, from the advertisement to the submission of resumes. The number of 
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potential candidates is minimized to those who subscribe or read the material with the 
advertisement in it. These traditional advertisements can target a specific geographical, or 
subscriber audience but can be expensive (Zusman and Landis, 2002). Since the modern age of 
the internet, traditional recruitment strategies have taken a back seat to modern recruitment 
strategies which incorporate the internet and social medias.  
E-Recruitment 
“E-recruitment is comprised of two parts, with the “e” standing for electronic” (Mills, 
2014). With the modern web innovations of Web 2.0, the talent procurement process of recruitment 
was changed forever (Marques, 2017 and Mills, 2014). In the modern world information 
technology especially, internet is rapidly changing the way individuals interact in the real world in 
the labor force market (Dragusha et al., 2019). Generation Z are the technological natives which 
have been using smartphones and social media from a young age. According to Global Web Index, 
Gen Z spends an average of 2 hours 43 minutes a day on social media (Williams, n.d.). Social 
networking and professional networking sites that Gen Z’s frequent include Facebook, Twitter, 
LinkedIn, YouTube, and MySpace. Those sites can be leveraged as an excellent place to obtain 
media presence for organizations to attract a variety of workers (Recruitment Strategies, 2014). 
There are many online recruitment platforms, including Indeed, Workopolis, ZipRecruiter, 
Glassdoor, CareerBuilder that the current labour force uses to search for jobs. Additionally, there 
are professional websites which feature sections for careers, for local government in Ontario and 
Canada this includes municipalworld.com, amcto.com, amo.on.ca, municipalengineers.on.ca, and 
govjobs.ca. Local government organizations can use the internet, social media, and online 
recruiting platforms to increase the number of job seekers reached.  
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Recruitment Legal Considerations 
Recruitment legal issues to keep in mind include federal laws which prohibit employment 
discrimination on the basis on the following list in the Canadian Human Rights Act. Age, 
Citizenship, Race/color, Disability, Genetic information, Family and medical leave use, Military 
service, National origin, Pregnancy, Religion and Sex (including gender identity and sexual 
orientation). Section 10 of the Canadian Human Rights Act, 1985 states it is illegal to establish or 
pursue a policy or practice, or to enter into an agreement affecting recruitment that deprives or 
tends to deprive an individual or class of individuals of any employment opportunities on a 
prohibited ground of discrimination. The Ontario Human Rights Code also states that every person 
has a right to equal treatment with respect to employment without discrimination or harassment 
(1990).  Further the Accessibility for Ontarians with Disabilities Act mandates that recruitment 
practices consider the accessibility of the location for interviews, parking, employment tests, phone 
screening and more.  It is critical for local government organizations to know and understand the 
legal implications on the recruitment process to ensure they are in compliance with the legislation.  
Chapter 4: Case Studies 
 After review of the available literature on Gen Z and completing an overview of the multi-
faceted practice of recruitment. It is important to also consider what Ontario municipalities are 
currently doing to recruit top talent to their organization. The choice to examine each of the three 
types of municipalities in Ontario was to determine if there was any major difference between 
single-tier, upper-tier, and lower-tier recruitment practices in Ontario. The chosen municipalities 
were based upon availability of complete recruitment and hiring policies on their website. The 
available recruitment and hiring policies will be analyzed with the concepts of recruitment to 
benchmark how Ontario municipalities are currently handling external recruitment.  
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Case Study #1 – City of Orillia 
A single-tier municipality located in Central Ontario, the City of Orillia services a 
population of approximately 31,000 and an area of roughly 28.5 kilometres squared (Statistics 
Canada, 2016). The City of Orillia has six departments, and within each department are divisions 
with more specific responsibilities. The six departments include: Chief Administrative Office, 
Business Development, Culture and Tourism, Corporate Services, Development Services and 
Engineering, Environment and Infrastructure and Human Resources. As for city services the city 
provides residents with services such as garbage, recycling, parking, snow removal, library, fire 
and more. The Human Resources department is responsible for overseeing the recruitment 
activities of the City of Orillia. Recruitment practices of the City are governed by Policy Manual 
Policy 5.1.1.1. Hiring and Promotion Policy and, additionally, by Policy 5.1.6.2 the Accessibility 
standards for Recruitment, Communications, Career Development.  
 The purpose of the City of Orillia’s Hiring and Promotion policy is so that employment-
related decisions are free from any influence and to maintain public confidence in the integrity of 
the City’s hiring and employment practices (City of Orillia, 2004). All vacant City positions are 
posted internally, either prior to or at the same time as external advertising. The policy manual did 
not contain specifics on where, or how vacant positions were to be advertised. It is the City’s policy 
to select the most qualified candidate for vacant positions, however maximizing the opportunity 
for internal promotion. The Human Resources Department is responsible for the recruitment, 
training, and orientation of all potential employees. City of Orillia employment opportunities are 
posted on careers.orillia.ca. Applicants have the option to search positions by career type, location, 
and department. Positions are listed by ascending closing dates, and include date posted, open 
positions, years’ experience, and department. Following is a brief job description, a list of duties, 
and qualifications. Concluding the job posting is a statement about the ability to work from home, 
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compensation, an accommodation statement, and a statement of the collection of information in 
accordance with MFIPPA.  
 A strength of the City of Orillia’s recruitment and hiring policy is that the Human 
Resources department manages the entire process. This will aid in the ability to have legal and 
equitable hiring practices, that are up-to-date with current trends. The career page on their website 
is well organized to aid job seekers in finding job openings and information. The job descriptions 
and qualifications are listed in basic bullet points. More emphasis could be placed on customizing 
the job description and incorporating values that could attract the newest generation of workers. A 
weakness of the City of Orillia’s recruitment strategy is the lack of emphasis and clarity on how 
jobs should be advertised. Another weakness is the lack of clarification in the policy document as 
to how often, or when a job analysis should be completed in order to update the job descriptions 
before advertising vacant positions. It is not clear, whether a traditional recruitment strategy or a 
e-recruitment strategies should be used for advertising. The City of Orillia’s HR staff need to 
examine Policy 5.1.1.1 and Policy 5.1.6.2 and update their recruitment and hiring strategies to 
attract the newest generation of employees entering the labour force.  
Case Study #2- County of Wellington 
The Corporation of the County of Wellington is an upper-tier municipality located in 
Southwestern Ontario. It spans approximately 2,573 kilometres squared and in 2016 had a total 
population of roughly 90,000 (Statistics Canada, 2016).  The County of Wellington governs many 
services for their residents including library services, long-term care, museums, public works and 
more. There are nine departments of which staff work in, they include Office of the CAO, 
Engineering, Planning and Development, Library, Human Resources, Long-Term Care, Museum 
and Archives, Treasury and Social Services. The County of Wellington’s hiring and recruitment 
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practices are in the County of Wellington Policy & Procedure Manual policy HR 1.0 the Hiring 
Policy. This policy came into effect April 2003 and was last revised in September 2007. 
The purpose of the County’s hiring policy is to provide consistent, fair, and 
unbiased hiring practices in the hiring of Wellington County Personnel. The Human Resources 
Administrator has the responsibility for the proper implementation and functioning of the Hiring 
Policy and shall ensure that the County recruits and employs the highest possible standard 
workforce. As for recruitment, this policy focusses mainly on the advertising of jobs. All vacant 
positions are posted internally for one week, then subsequently posted on the County’s website 
and advertised in the appropriate newspapers. For Department Head Positions Human Resources 
Administrators may choose to also advertise in outside papers, magazines, journals and 
through appropriate associations. For other managerial positions Department Heads are 
responsible for notifying the HR Administrator as to where the position should be advertised. For 
Non-Managerial positions, they are posted internally for one week and may advertise in the local 
papers.  
 The job advertisement shall contain at minimum the following about the position, title, 
term of employment, salary range and minimum qualifications. The advertisement shall also 
contain information on the date and time by which the resume must be received, contact 
information for department including mailing address, and lastly a statement on the collection of 
information under MFIPPA. Attached to the job advertisement is the position description, which 
gives the title, department, reports to, positions supervised as well as the dates the description 
became effective and when it was last revised. Following is the basic function, principal 
responsibilities, problem solving responsibilities, contacts, and a more detailed list of minimum 
qualifications.  
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 All employment opportunities with the County of Wellington can be found on their website 
wellington.ca. The Careers section of their website contains a welcome statement that they are 
‘hiring for diverse and challenging opportunities that allow our employees to make a difference in 
the community’ (County of Wellington, n.d.). Also noted is how they invest in human potential 
and accommodate those with disabilities. Additional resources provided to job seekers includes a 
frequently asked questions document and a separate Working at the County of Wellington page. 
This page features benefits of working with the County of Wellington, including Top Notch 
Compensation, Pension and Benefits, Commitment to Health and Well-being, Career 
Development and Training Opportunities, Community Minded / Green Employer and Diverse 
Opportunities to Work in our Community. This page is used to demonstrate the complete package 
the County of Wellington offers employees, beyond the salary.  
The County of Wellington, has not revised their recruitment and hiring policy in thirteen 
years which means that it is based on traditional recruitment strategies such as advertising jobs in 
the local newspaper. This policy needs updated and brought closer to the more modern e-
recruitment standards of using online recruitment platforms and social media to advertise vacant 
positions. An out-dated recruitment strategy, could potentially limit the exposure of the job 
advertisement. The County of Wellington career page uses a communication strategy to market 
their organization as a great place to work. The benefits of working for the County of Wellington 
are listed on the career page, the benefits listed align well with the values of Generation Z. More 
emphasis on these values could be placed in the job descriptions and job advertisements to catch 
the eye of the generation, playing to the qualities they are looking for in the workplace.   
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Case Study #3- Township of Essa 
 A lower-tier municipality located in Simcoe County, the Township of Essa offers a variety 
of services to their community and has eight departments: Building, Corporate, Clerk, Fire, Parks 
and Recreation, Planning and Development, Public Works, and Treasury. With the range of 
services provided, the Township of Essa recruits for a variety of employment opportunities. They 
service approximately 21,000 residents and cover an area of roughly 280 kilometres squared 
(Statistics Canada, 2016). Their recruitment strategy is outlined in their Corporate Policy and 
Procedure Manual in policy number A01-16 Hiring Policy it was approved by Council in March 
2016 and last revised in September 2019. An eight-page document the Hiring Policy contains 
information on Hiring, Recruitment and Selection Procedures. For this research the focus will be 
placed on reviewing the Recruitment section of the Policy. 
 The procedures for recruitment are outlined in four simple steps. The Department Head 
identifies a job vacancy and submits the appropriate Recruitment Requisition form to the CAO for 
approval. Following approval a recruitment ad featuring job title, a brief but clear description of 
core duties and responsibilities, statement of skills, abilities, knowledge, and experience required, 
working conditions, closing date and where and how to apply to the job will be posted. This 
recruitment advertisement will also feature a disclaimer pertaining to the collection of personal 
information and a statement on equal opportunity employer and accommodations. This job 
advertisement created by the Department Head will be posted internally and externally to” attract 
an adequate sample of qualified candidates and to promote public confidence” (Township of Essa, 
2016). The means chosen by Essa to advertise vacant full-time positions include the Township 
website, through other recruiting websites, ads in the local newspaper and or through professional 
associations. For student positions the mediums chosen include the local newspaper, the Township 
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website, at job fairs and local educational institutions. Local educational institutions in the 
Township of Essa include a variety of Elementary and Secondary schools.  
 The Employment section on the Township website essatownship.com features sections for 
full-time, part-time, and seasonal/contract opportunities. The Hiring Policy is available on the page 
for review. Available positions feature two pdf documents, the first being the job advertisement 
and the second being the job description. The job advertisement is on corporate letterhead with an 
introduction to the Township, including descriptive words such as dynamic and growing. Next is 
the qualification section which is formatted in a list, followed by salary and hours of work, and 
rounded out with instructions on how and when to apply by. Applications are received by the 
Executive Assistant/Hr Coordinator. The conclusion of the document includes the mandated 
statement on personal information and accommodations. The second document provided is the job 
description, which includes the general information about the position, the scope or purpose of 
position, important responsibilities to all positions, key result areas, duties, key performance 
indicators, other details of the position, expected behaviours, qualifications, physical and mental 
skills concluded by working conditions. Giving the applicant a detailed description of the position 
and the expectations from the employer.    
 The Township of Essa, recently updated their Hiring Policy in 2019. However, there 
recruitment strategies still contain elements of out-dated traditional recruitment techniques such 
as advertising in the local newspaper. Student positions, are exclusively advertised in the local 
newspaper and on the municipal website. Gen Z students, are not looking at the local newspaper 
for future jobs, this is cost effective approach to recruiting them to the organization. Department 
Heads, whether the Department of Public Works or Department of Treasury are required to submit 
the material for the job advertisement and job description to the CAO for approval. Although 
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experts in their field, this is a missed opportunity to bring in professional HR staff to craft a 
recruitment strategy to target the job applicants the department desires. The job description is skills 
and knowledge based, leaving out competencies that play to the values and interest of Gen Z 
employees. The corporate letter head and list formats do not peak the interests of the next 
generation of workers. Throughout the career page and job advertisements extrinsic benefits like 
hours of work and salary are listed, the Township of Essa does lack in providing job applicants 
intrinsic motivations for seeking employment with the organization. The Township of Essa should 
review their Hiring Policy to transition to e-recruitment practices, shift to a competency-based job 
descriptions and include intrinsic motivations in their job advertisement.  
 After reviewing the recruitment strategies of the chosen case studies, it is apparent that a 
re-evaluation of the recruitment practices within local government organizations must occur. All 
three levels of local government still use traditional recruitment practices, which limits the number 
of potential candidates in Generation Z who will act and apply to the job opening. Additionally it 
is apparent that organizations are still focussing on skills and knowledge rather than competencies 
and values. Local government organizations should shift focus to competency and value-based job 
evaluations and job descriptions This will attract top candidates from Generation Z, who in turn 
will play a key role in the future direction and success of the organization. The key takeaway from 
the case studies completes is that local government organizations in Ontario need to re-evaluate 
their recruitment strategies to better suit the needs of the incoming generation of workers.  
Chapter 5: Conclusion and Recommendations 
 As Generation Z enters the workforce, Ontario municipalities need to re-evaluate their 
recruitment practices to ensure that young, talented individuals consider a role in the public sector. 
This includes consideration for their generational values of self-reliance, competitiveness, realistic 
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attitudes, and socialism.  Ontario municipalities need to encompass this generation’s ideals of 
work-life balance, job stability, technological sophistication, and corporate social responsibility to 
attract the Gen Z labour force to a career in local government. After a review of three case studies, 
it is apparent that Ontario local government organizations need to revamp their recruitment and 
hiring policies to better reflect the current e-recruitment standards, ditching the traditional 
recruitment practices.  
As Breaugh outlines, recruitment is multi-dimensional and does not stop when a job seeker 
views a job advertisement. Using the three points in recruitment prior to the acceptance of the job, 
loosely defined by Breaugh, 2008 as a guide. This section will provide recommendations for each 
step, that Ontario municipalities can use to improve their recruitment strategies to attract Gen Z 
workers. The recommendations are drawn from the values, and interests of Gen Z’s as identified 
in the literature review section.  
Attention 
First is to “bring a job opening to the attention of potential job candidates who do not 
currently work for the organization” (Breaugh, 2008). The first step in recruitment is to gain the 
attention of job candidates, this is usually done through the job advertisement. As seen in the 
case studies, many Ontario local government organizations still place job advertisements in local 
newspapers. This form of advertisement has a limited reach and does not target the younger 
generation of workers. Instead, local government organizations should shift to e-recruitment 
practices, utilizing the world wide web to promote and increase the reach of their job 
advertisements.  
Simply increasing views of the job advertisement is not sufficient. Human Resources staff 
should craft all job advertisements and ensure they follow all legislative requirements in Ontario. 
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The job advertisement should play to the values and workplace ideals of Generation Z by 
including images of a diverse workforce, statements of the contribution they can make to the 
community which the organization serves, and the benefits a career in local government can 
offer. This statement could include things such as opportunities for professional development, 
comprehensive benefits plan and a defined pension plan which provides guaranteed stream of 
retirement income for life.  Including these in your job advertisement will play to the values and 
workplace ideals of stability, socialism, job stability and corporate social responsibilities. Job 
advertisements should be used as a marketing tool to promote the organizations to the available 
labour force. 
Ontario local government organizations should take the time to craft a career or employment 
section of their website that displays more than just job openings. Generation Z, the digital 
natives, will look to the organization’s website for more information. This page on a website 
should have a communications plan that is used to market a career in local government. This 
could include employee testimonies, average employment length and more. This will help the 
job candidate learn more about the employer and promote Gen Z workers to apply.  
Action 
 Next is to “influence whether these individuals apply for the opening” (Breaugh, 2008). 
Job candidates from outside the organization have seen the job advertisement, how do local 
government organizations ensure they act and apply for the opening? A comprehensive up-to-
date job analysis is key to ensuring that the job description is accurate and timely. Failing to 
update a job description can deter applicants, with out-dated practices and technologies listed it 
reflects negatively on the organization. A comprehensive job analysis should be completed on all 
vacant positions in a regular interval to ensure that any job description published with a job 
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advertisement reflects the current role and the contributions it makes to the organization. The 
type of job analysis completed will vary with the type of position, Human Resources staff will be 
able to dictate the most appropriate.  
Using the job analysis, the job description should be updated. Generation Z has a new set of 
priorities from the generations before them, when updating job descriptions these values should 
be taken into consideration. The job description should sell the position to the candidate, and 
allow them to understand the duties, task and responsibilities that come with the position. There 
are several ways a job description can take form, including competency-based, results-based, 
performance-based, or skills-based (Echdar et al., 2020). Generation Z has become accustomed 
to instant feedback and prefer that at work as well (Chillakuri, 2020 and Iorgulescu, 2016). 
Results-based job description “defines what job-results the organization requires to accomplish 
its mission, strategy and goals. It focuses first on the desired job outcomes, and then adds the 
tasks or duties necessary to accomplish those outcomes” (Carroll. n.d.). This type of job 
description provides a realistic snapshot of what success in the position looks like, giving Gen Z 
workers with the opportunity for instant feedback they desire. Local government organizations in 
Ontario need to focus attention and resources on improving their recruitment strategies for 
vacant positions by taking the time to complete job analysis’ and updating job descriptions to 
better influence Generation Z to apply.  
Interest  
 Lastly, organizations must maintain the interest in the position until a job offer is 
extended (Breaugh, 2008). Generation Z, the technological natives, use online recruitment sites 
to search through hundreds of job advertisements and may apply to many different opportunities. 
Local government organizations need to ensure that job applicants remain engaged throughout 
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the entire recruitment process. Instant feedback is important to them, this starts with a 
confirmation of receipt of application. The timeline of events from advertising to interviewing 
should not be delayed or drawn out. It is important to schedule the closing date of the position 
during a time when the Department Head and Human Resources staff have time to review the 
submitted applications. This will decrease the chances of Gen Z applicants losing interest or 
obtaining other employment.  
As connected to online resources as Gen Z are it is important that what is communicated 
during the recruitment process is consistent with the visions, missions and goals of the 
organization. This is an opportunity to anchor the values advertised to other corporate policies 
and procedures that potential applicants can find online. Particularly it is important that it aligns 
with the organizations Strategic Plan including the values, mission and goals that the 
organization hopes to attain in the near future. Part of the job advertisement could include the 
contributions the positions would make towards the organization Strategic Plan and goals.  
 In closing, local government organizations in Ontario should update their current 
recruitment practices to attract Generation Z workers by. playing close consideration to the 
attention, action and interest items outlined above. Employees are the key to achieving strategic 
success, so failing to adapt current recruitment practices to attract Generation Z workers that are 
entering the Ontario workforce in record numbers would directly impact the future success of the 
organization.  Ideally, this research on the recruitment of Generation Z workers to Ontario local 
government organizations will be used as a springboard for more research on the retention and 
contributions Generation Z workers bring to these organizations.  
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